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THE RELATIONSHIP BETWEEN EXTRINSIC AND INTRINSIC JOB SATISFACTION
AND EMPLOYEE ENGAGMENT
Lee Sook Ing
Nowadays, employee engagement as a key of success for an organization and the job 
satisfaction is an important factor to enhance the employee engagement. However, there is 
limited research on identifying the relationship between job satisfaction and employee 
engagement in Malaysia. Therefore, the aim of this study is to identify the relationship 
between extrinsic and intrinsic job satisfaction and employee engagement. The two extrinsic 
job satisfaction factors are compensation and supervisor support and the two intrinsic job 
satisfaction factors are recognition and career growth. There were four manufacturing 
companies involved in this study located in Kuching, Sarawak. A total 70 sets of 
questionnaires were distributed based on convenience sampling. Although 70 sets of 
questionnaires were collected back, only 68 sets of questionnaires were usable. The findings 
showed that compensation had weak positive relationship with employee engagement. For 
supervisor support, recognition and career growth, there were a significant moderate positive 
relationship with employee engagement. The career growth was dominant factor in relation to 
employee engagement. Recommendations were presented based on the findings of this study.
x
ABSTRAK
HUBUNGAN ANTARA KEPUASAN KERJA EKSTRINSIK DAN INTRINSIK TERHADAP
PENGLIBA TAN PEKERJA
Lee Sook Ing
Pada masa kini, penglibatan pekerja sebagai kunci kejayaan untuk organisasi dan kepuasan 
kerja adalah faktor yang penting untuk meningkatkan penglibatan pekerja. Walau 
bagaimanapun, terdapat kajian terhad untuk mengenal pasti hubungan antara kepuasan 
kerja dengan penglibatan pekerja di Malaysia. Oleh itu, tujuan kajian ini adalah untuk 
mengenal pasti hubungan antara kepuasan kerja ekstrinsik dan intrinsik dan penglibatan 
pekerja. Kedua-dua faktor kepuasan kerja ekstrinsik adalah pampasan dan sokongan 
penyelia dan dua faktor kepuasan kerja intrinsik adalah pengiktirafan dan perkembangan 
kerjaya. Empat syarikat pembuatan telah terlibat dalam kajian ini di Kuching, Sarawak. 
Sejumlah 70 keping soal selidik telah diedar berdasarkan keadah persampelan mudah. 
Walaupun 70 keping soal selidik telah berjaya dikumpul tetapi hanya 68 keping soal selidik 
yang boleh digunapakai. Keputusan kajian menunjukkan bahawa pampasan mempunyai 
hubungan positif yang lemah dengan penglibatan pekerja. Bagi sokongan penyelia, 
pengiktirafan dan perkembangan kerjaya, terdapat hubungan positif yang sederhana dengan 
penglibatan pekerja. Perkembangan kerjaya adalah faktor dominan yang berkaitan dengan 





This study examines the relationship between extrinsic and intrinsic job satisfaction 
and employee engagement in Malaysia. This chapter provides a general view of the study. In 
this chapter, there are eight sections including the background of study, problem statement, 
objective of study, research hypothesis, conceptual framework, significance of study, 
definition of terms and summary.
1.0 Background of Study
Nowadays, organizations are required to come with ways to engage employee to 
enhance the organization performance as well as competitiveness, increasing productivity and 
lowered turnover rate (Waigwa & Kwasira, 2012). Employees are main resource in overall 
organization to meet its objective. One of the ways in which organizations can achieve their 
goals is when the employees are satisfied and engaged in the work at the workplace. Thus, 
organization need to attract talented employees and would prefer to keep them for long 
through the fully engaged employees (Waigwa & Kwasira, 2012).
Successful organizations usually implement employee engagement practices which 
the strong relationship will occur between employee and organization (Waigwa & Kwasira, 
2012). Biswas and Bhatnagar (2013) stated that trust and loyal relationship between 
employee and employer will possess by higher level of employee engagement.
According to Singh and Jain (2013), job satisfaction refers to emotional response to a
job and it is a part of life satisfaction. Some factors such as compensation, working condition,
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leaders and social relationship will influence the level job satisfaction of a person. Based on 
Singh and Jain (2013), "The happier people are within their job, the more satisfied they are 
said to be" (p. 105). Job satisfaction is as main characteristic to enhance employee 
engagement in an organization. The organizations can determine several methods to provide 
the sense of satisfaction such as a challenging work, recognition and career development that 
may lead to employee engagement (Abraham, 2012).
Results from past findings had shown that job satisfaction had a positive impact and 
positive relationship on employee engagement (Abraham, 2012; Tepayakul & Rinthaisong, 
2018; Deshwal, 2015; Waigwa & Kwasira, 2012). According to Tepayakul and Rinthaisong 
(2018), the job satisfaction and employee engagement are two important factors contribute to 
organizational success. The higher level of employee engaged in their work will lead to 
higher customer satisfaction, retain talented employee and increase productivity (Abraham, 
2012) while the lower or decreased engagement leads to less dedication by employees, high 
turnover and lower productivity in an organization (Society for Human Resource 
Management, 2017).
1.1 Problem Statement 
According to Schaufeli, Salanova, Gonzalez-Roma & Bakker (2001), employee 
engagement defined as practical, fulfilling, work-related state of thought that is characterized 
by vigor, dedication and absorption. Based on the online magazine of HR Asia, employee 
engagement in Malaysia had dropped to 59% in the year 2017 but rose by four points to 63% 
in the year 2018. However, the level of employee engagement in Malaysia still lower 
compare to India (71%), China (69%), Indonesia (76%), Philippines (71%) and Thailand 
(64%). In Malaysia, there are limited research on employee engagement. There is various
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previous study from western country (Thavakumar & Evangeline, 2016; Saks, 2006; Mesapy, 
2016). The research of Thavakumar and Evangeline (2016) was conducted at Batticaloa 
District in Sri Lanka. Besides, the study of Saks (2006) was conducted at Canada. The last 
example was the research of Mesepy (2016) was conducted at Manado in Indonesia. 
Therefore, this study will focus on four factors of job satisfaction, namely compensation, 
supervisor support, recognition and career growth.
Compensation as an extrinsic job satisfaction factor in this study refers to all pay and 
reward as a resource used by an organization to exchange the contribution of the employee. 
Mutunga (2009) show the result that salary and benefits were the largest contributor to 
employee engagement. However, there is limited research identifying the relationship 
between compensation and employee engagement in Malaysia compared to other countries. 
Previous foreign studies on the relationship between compensation and employee 
engagement conducted by Thavankumar and Evangeline (2016) in the context of Sri Lanka.
Supervisor support also as an extrinsic job satisfaction that is important to influence 
employee engagement in manufacturing industry and service sector. Foley and McCann 
(2013) had stated that supervisor support is a valid subject for studying levels of employee 
engagement. However, the relationship between supervisor support and employee 
engagement in the literature has revealed mixed finding. For example, The study conducted 
by Saks (2006), based on social exchange theory, had tested a model of the antecedents and 
consequences of job and organization engagement based on social exchange theory. The 
study conducting by Saks (2006) had found that supervisor support did not have significant 
influence on employee engagement and Jenero, Flores, Begona, and Cruz (2011) had also 
found that there was no significant relationship with employee engagement. This study was 
analysing the relationship between the study of nurses' individual characteristics, job features 
and work engagement. Furthermore, Choo and Nasurdin (2016) had conducted a research that
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focused on gender of worker on work engagement. The finding had found that the supervisor 
support has influencing work engagement in Malaysia upscale hotel. They had examined the 
impact of supervisor support on employee engagement with the moderating role of gender in 
the context of the Malaysia.
Recognition is an intrinsic job satisfaction factor that is important to enhance 
employee engagement in an organization. However, there is limited finding shown that 
recognition program influences the level of employee engagement in the organization in 
Malaysia compared to others country. The pervious foreign study of Rai, Ghosh, Chauhan 
and Singh (2018) was conducted at India. Recognition is a process of organization has 
recognized the effort and contribution of employee and lack of recognition may cause the 
lower the level of recognition or increase the employee vulnerability to burnout (Maslach, 
Schaufeli & Leiter, 2008). It is important to study the individual influence of recognition on 
employee engagement.
Another intrinsic factor that was influence the level of employee engagement is 
career growth (Liu, He & Yu, 2017). However, there is limited research study on influence of 
this factor in Malaysia especially the interaction between career growth and employee 
engagement. Previous studies on the relationship between career growth and employee 
engagement were conducted by Liu, He and Yu (2017) in the context of six major city in 
China such as Guangzhou, Wuhan, Beijing and Shanghai, Shenzhen and Xi'an. Thus, the gap 
is the growth opportunity and meet the expected resource will influence the employee 
engagement.
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1.2 Objectives of Study
1.2.1 General Objective
The main objective of this research is to examine the relationship between extrinsic and
intrinsic jobs satisfaction and employee engagement. 
1.2.2 Specific Objectives 
1. To identify the relationship between compensation and employee engagement. 
2. To identify the relationship between supervisor support and employee engagement. 
3. To identify the relationship between recognition and employee engagement. 
4. To identify the relationship between career development and employee engagement. 
5. To identify the dominant factor among job satisfaction factors (extrinsic and intrinsic) and 
employee engagement.
1.3 Research Hypothesis 
Hai: There is significant relationship between compensation and employee engagement. 
Hat: There is significant relationship between supervisor support and employee engagement. 
Ha3: There is significant relationship between recognition and employee engagement. 
Ha4: There is significant relationship between career development and employee engagement. 
Ha5: There is a dominant factor of job satisfaction that influences employee engagement.
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1.4 Conceptual Framework 
Based on Figure 1.1, there are four independent variables which are compensation, 
supervisor support, career growth and recognition and one dependent variable which is 
employee engagement. In this study, the independent variables are extrinsic job satisfaction 
and intrinsic job satisfaction. The variables included as extrinsic job satisfaction in this study 
are compensation and supervisor support while variables for intrinsic job satisfaction are 













(Source: Adapted from Anitha, (2014); Choo & Nasurdin, (2016); Mone, Eisinger,
Guggenheim, Price & Stine, (2011); Liu, He & Yu, (2017))
1.5 Significance of Study
Body of knowledge
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The findings of this study may increase the awareness of factors related to employee 
engagement. It may add knowledge that exist locally about job satisfaction factor in area of 
compensation, supervisor, recognition and career development that may influence employee 
engagement in the manufacturing industry.
Policy/Organization
For organization, the research will contribute some information regarding the 
relationship between job satisfaction and employee engagement. This research can be a 
reference to organization on improving the policies that already exist to increase the level of 
employee engagement. Besides that, it also provides information to organization to 
understand the importance of employee engagement. For those organizations that do not have 
policy relate with supervisor support, recognition and career growth to increase the level of 
employee engagement, they can refer to this research and develop or design the policy that 
suitable to their organization such as the organization can choose to provide training program 
for supervisor on how to support the employees and recognize the accomplishment of 
employees effectively. Organization also can attract the talent employee by designing better 
career growth plan.
HR Practitioner
For the human resource practitioner, this research can be a guideline to increase 
employee performance by enhance the level of employee engagement. Besides, the findings 
in this research can be a reference on implementation the effective approaches to increase the 
level of employee engagement such as human resource practitioner and other parties can 
provide appropriate training to increase the capability of employee. This research also can be 
a reference in future as empirical gap to those who do the study on the influence of extrinsic 
and intrinsic job satisfaction on employee engagement.
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1.6 Definition of Terms
There are two types of definition to describe the terms that uses in this study which is 
conceptual definition and operational definition. Conceptual definition is come from many 
various sources of literature review such as textbook, journal and article. Operational 
definition is definition used in this research to most describing the research (Ahmad, Usop, 
Ismail, Bujang & Abu Mansor, 2014). In this research there are eight terms will be discussed 
detail in this part which is job satisfaction, extrinsic job satisfaction, intrinsic job satisfaction, 
employee engagement, compensation, supervisor support, recognition and career growth.
1.6.1 Job Satisfaction
Conceptual Definition:
According to McShane and Glinow (2010), job satisfaction is referring to a person's 
evaluation of his or her job and work context. However, Spector (1997) stated that job 
satisfaction is whether people feel satisfied or dissatisfied about their job and different aspect.
Operational Definition:
In this study, Spector (1997) and McShane and Glinow (2010), job satisfaction is 
whether a person satisfied or dissatisfied his or her job or work content. It includes extrinsic 
factors and intrinsic factors. The extrinsic factors in this study are compensation and 
supervisor support. Besides, the intrinsic factor are recognition and career growth.
1.6.2 Extrinsic factor 
Conceptual Definition: 
Extrinsic job satisfaction factor is referring to the factor that related to the working 
environment or working condition (Bektas, 2017).
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Operational Definition:
Extrinsic job satisfaction is the factor that related with working condition and working
environment that provide by an organization to their employee such as supervisor support and
compensation. (Bektas, 2017). 
1.6.3 Intrinsic factor 
Conceptual Definition: 
Intrinsic factor is the attitude and expectation of the individual toward his or her job 
(Bektas, 2017).
Operational Definition:
The intrinsic factor is referring to the attitude of the individual when in his or her job 
such as sense of success or recognize of accomplishment in work (Bektaý, 2017). Therefore, 
the intrinsic job satisfaction factors are recognition and career growth.
1.6.4 Employee Engagement
Conceptual Definition
Employee engagement is an engaging notion which employee get excited, involved 
willing to invest time and effort and proactive about pursuing it (Macey, Schneider, Barbera 
& Young, 2009). Kruse (2012) stated that employee engagement is the emotional 
commitment the employee has to the organization and its goals. According to Schaufeli, 
Salanova, Gonzalez-Roma and Bakker (2001), employee engagement defined as practical, 
fulfilling, work-related state of thought that is characterized by vigor, dedication and 
absorption. It also refers to constant and prevalent affective-cognitive state that is not focused 
on any particular object, event, individual or behavior.
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Operational Definition:
In this study, employee engagement has three characteristics which is vigor, dedicated 
and absorption. It defined as practical, fulfilling, work-related state of though and as a 




Patnaik & Padhi (2012) stated that compensation is a system approach that 
organization exchange works performs from employees by providing monetary value or 
remuneration received by an employee in return for his or her contribution. Rothwell and 
Kazanas (2003) defined compensation as a feedback received by employee in form of 
monetary and non-monetary. Compensation refer to the benefit and output that employees 
receive in all form of financial return and tangible services and benefit as part of an 
employment relationship from organization (Milkovich, Newman & Gerhart, 2011). 
Operational Definition:
According to Patnaik and Padhi (2012) and Milkovich, Newman and Gerhart (2011), 
Compensation is remuneration or output that employee received in return of his or her 
contribution in organization.
1.6.6 Supervisor Support 
Conceptual Definition: 
Powell (2011) stated that supervisor support is referring to the extent to which leaders 
value their employees' contributions and care about their well-being.
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Operational Definition:
Based on the definition by Powell (2011), supervisor support is defined as the leader
care the employee well-being and values their contributions. 
1.6.7 Recognition 
Conceptual Definition: 
According to Mesepy (2016), recognition is a process of organization giving 
employee some status within an organization.
Operational Definition:
In this research, recognition is defined as the leader or supervisor, manager and
organization has recognized the effort and contribution of employees. 
1.6.8 Career Growth 
Conceptual Definition: 
Bai and Liu (2018) defined the career growth is opportunity to gain growth in career 
life such as get more job responsibility and challenging work in organization.
Operational Definition:
The career growth in this research is defined as the mobility job position from lower 
to higher and including salary increment. (Bai & Liu, 2018).
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1.7 Summary
This chapter indicates the purpose and important of this study for the organization to 
do reference and plan well the design to retain the employees. It had shown the variables that 
will be tested in this research and reader will be understood the next chapter or discussion 





Chapter two will discuss about literature relate to all variable that mentioned on 
chapter one. This chapter will involve one theory that related to the study and then will 
describe on the past findings between the variables. Besides that, this chapter also will 
describe on the issues related to the study that focused on the compensation, supervisor 
support, career growth and recognition on employee engagement. This chapter is important to 
determine research direction because it was major source of study.
2.1 Discussion of Variable of Study
2.1.1 Employee Engagement
Kahn (1990) was the first researcher to introduce the notion of employee engagement 
and he had defined the employee engagement as "the harnessing of organization members' 
selves to their work roles; in engagement, people employ and express themselves physically, 
cognitively, and emotionally during role performances" (Kahn, 1990, p. 694). Employee 
engagement is an engaging notion which employee get excited, involved willing to invest 
time and effort and proactive about pursuing it (Macey, Schneider, Barbera & Young, 2009). 
Kruse (2012) stated that employee engagement is the emotional commitment the employee 
has to the organization and its goals. Andrew and Sofian (2012) had defined the employee 
engagement is the level of commitment and involvement an employee in an organization. 
Besides that, Halberg and Schaufeli (2006) had presented the concept of employee 
engagement involve three aspects which is vigor, dedication and absorption.
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Currently, the organization had forced to increase their competitiveness for survival 
because of globalization. Consequently, employee engagement is the most discussed topic 
because it is an important element for organization survival and success (Ling, Mat & Al- 
Omari, 2013). Employee engagement is the emotional and commitment employee has to 
their organization and it is important to employee performance whereby strong employee 
performance is related with strong employee engagement. Thus, employee engagement is a 
critical issue for organization to be successful and it can lead to organization success and 
financial performance such as the employee who is engaged in their work will lead to higher 
level of customer satisfaction, increase productivity and profit (Rasli, Huam, Thoo & Khalaf, 
2012). Ling, Mat and Al-Omari (2013) also stated the engagement has positive correlation 
with employee engagement and work outcome such as low attrition, high performance and 
positive business result.
2.1.2 Job Satisfaction
According to McShane and Glinow (2010), job satisfaction refers to a person's 
evaluation of his or her job and work context. However, Spector (1997) stated that job 
satisfaction is whether people feel satisfied or dissatisfied about their job and different aspect. 
According to the study of Bektas (2017), job satisfaction is related to financial and socio- 
psychological gain brought by the job. Bektas also stated that job satisfaction had two main 
topics which were extrinsic job satisfaction and intrinsic job satisfaction.
Intrinsic job satisfaction was attitude and expectation of an individual from the job 
while the extrinsic job satisfaction was referring to the factor that related to the working 
environment or working condition. It means that extrinsic job satisfaction affects the 
individual externally by external factors (Bektas, 2017). In this study, the extrinsic job
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satisfaction factors were compensation and supervisor support while intrinsic job satisfaction
factors were recognition and career growth.
2.1.3 Compensation
Compensation is a systematic reward tool of organization by providing monetary 
value to employees in exchange for work perform or providing service. Compensation is to 
counter-balance and it also defined as money in the case of human resource management. 
Compensation comes in many types of form which is based compensation in money form, 
direct and indirect compensation, fringe benefits, incentives and perquisites (Das & 
Mohapatra, 2014). According to Milkovich, Newman and Gerhart (2011), pay system are 
design to achieve several objectives which it has five models, include efficiency, fairness, 
ethics and compliance with law and regulation. Efficiency refer to the state of improving 
performance, increasing quality, delighting costumer and stockholders and controlling labour 
costs. The fairness describe in this context is a fair treatment towards the employees by 
employer. 
Compensation is the result that employee received after they contribute to the 
organization and employer will compensate the employee for their achievement. This mean 
that compensation, pay and reward is tie with the level of employee performance (Taufek, 
Zulkifle & Sharif, 2016). Thus, the compensation can motivate the employee to contribute 
more to get the high compensation as reward.
In the organization, compensation can be a method to make the employee feel valued, 
respected and a key of retain the talent employee (Bhatnagar, 2007). It also acts as a tool to 
motivate an employee to more engage or achieves more in their work (Anitha, 2014). 
Compensation is an important factor that will affect the level of employee engagement in 
their work. A right compensation and fair pay to the right employee can make the employee
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feel satisfied and become more motivated and they will become more engaged in their work
or contribute more to the organization (Taufek, Zulkifle & Sharif, 2016). 
2.1.4 Supervisor Support 
Generally, supervisor support is described as the extent to which leaders value their
employees' contributions and care about their well-being (Powell, 2011). Supervisor support 
provides the provision of work-related to their employee in performing their job or task 
(Susskind, Macmar & Borchgrevink, 2007). Supervisor support is important to all 
organization. Supervisor support is the extent to which leader valued and care about the 
contribution of employee and high supervisor support can bring higher employee 
performance and productivity in organization (Yasar, Emhan & Ebere, 2014).
Supervisor support is happened when supervisor had inspiring the employee. When 
employee works are meaningful and important, it will lead the employee become interested 
and engagement in their work. Supervisor support can impact the employee feel satisfy and 
increasing their involvement. Besides, an open supportive environment can make employee 
feel safe in workplace and allow them to experiment or try new thing. Thus, employee will be 
more engage in their work. The relationship between supervisor and employee also will 
influence the level of employee engagement (Mohamed & Ali, 2016). The supervisor who 
have a good relationship with employee will more easily to help the employee engage in their 
work.
2.1.5 Recognition
According to Mesepy (2016), recognition is a process of organization giving 
employee some status within an organization. Recognition is correlated positively with 
employee engagement which the organization or manager should designed job in order to let
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the employee feel proud or recognize in what he performs in his work (Chandani, Mehta, 
Mall & Khokhar, 2016). Recognition is an important antecedents of employee engagement 
because the employee will feel obliged and satisfied when the employee received appropriate 
recognition from the organization (Saks, 2006).
Recognition is very important to the employee and engagement in an organization. 
When the hard work of employee is not recognizing or ignored by others just like devalues 
both the worker and work. This will lead to burnout and feeling of inefficacy and then the 
employee will think that the job is no important and less meaningful. The higher turnover rate 
of an organization may due to lack of recognition to employee. So, the appropriate 
recognition is needed to encourage the employee more engage and contribute in their work at 
such that fair recognition indicate that the organization is care for the well-being of its 
employees (Maslach, Schaufeli, & Leiter, 2001).
2.1.6 Career growth
Career growth is defined as the employee gain the career growth in organization such 
as the employee get more job responsibility and challenge some difficult task (Bai & Liu, 
2018). There are two types of career growth that suggest by Weng and Hu (2009) which is 
intra-organization and inter-organization. Intra-organization focus on speed of employee 
career development in organization while inter-organization is focusing on experience and 
ability when individual flow between organizations (Bai & Liu, 2018).
The major career growth within the organization was the member's career 
development. There were four dimensions had used to measure the career growth which was 
promotion speed, career goal progress, remuneration growth and professional ability 
development. (Weng, McElroy, Morrow, & Liu, 2010). According to Mutunga (2009), career 
growth is a factor that can help to improve the level of employee engagement. Mutunga also
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stated that training program and development as well as career growth are factor that can 
encourage the high level of employee engagement in an organization.
2.2 Discussion of Related Theory
2.2.1 Social Exchange Theory (SET)
The theory that most used to discuss the employee engagement is social exchange 
theory (SET) by George Homans. Kimutai and Sakataka (2015) had indicated that social 
exchange theory explains responsibilities can be created by interaction between parties who 
are in the state of collective and reciprocal interdependence. This basic principle of social 
exchange theory is that both parties accepted some rules of exchange to develop trustworthy, 
mutual and some expectation (Cropanzano & Mitchell, 2005). Rule of exchange had involved 
mutuality relationship which the action of one party will influence the action of second party. 
For example, social exchange theory argues that employee will willing to spend the time and 
effort to respond and repay to the organization when they had received enough economic and 
socio-economic resource from their organization (Ling, Mat & Al-Omari, 2013). Thus, the 
employee engagement is a two-way relationship between employee and employer or two 
parties (Robinson, Perryman & Hayday, 2004). 
Social exchange theory was used to explain employee engagement motivation and 
responsibility in this study. Organization will provide some resources that employees 
expected such as compensation, supervisor support, recognition, career growth and other 
resource to exchange the level of employee engagement. Employee who has received the 
resource will feel satisfied with the organization because the organization had recognised his 
or her contribution and considered their contribution valuable. Job satisfaction is as a 
minimum entry fee to employee fully engaged in their work. Job satisfaction is a main
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characteristic to improve the level of engagement (Abraham, 2012). One of the ways for 
employees to respond or repay their organization is provide higher level of engagement due 
to the feeling of appreciated. Employee will choose to engage in their work and enhance the 
performance by responding to the resource that organization had provided (Saks, 2006). Thus, 
social exchange theory may be used to explain why the employees become more or less 
engaged in their work.
2.3 Discussion of past similar findings
Many researchers have studied and reported the relationship between job satisfaction 
and employee engagement which had explained that job satisfaction can be an antecedent and 
consequence of employee engagement (Abraham, 2012). The extrinsic and intrinsic job 
satisfaction factors that are compensation, supervisor support, recognition and career growth 
will be discussed next.
2.3.1 Compensation and employee engagement
According to Thavakumar and Evangeline's (2016) study, there are 202 respondents 
from insurance companies at Batticaloa District in Sri Lanka participated in this study and all 
the respondents was on marketing and distribution level. Factors tested in this study included 
involvement and participation, compensation, communication and work-life balance. The 
findings in this study is the three variables that is involvement and participation, 
compensation and communication had moderate level of relationship with employee 
engagement. However, the work-life balance only shows low level of relationship with 
employee engagement.
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Anitha (2014) conducted a research to identify the key determinants of employee 
engagement and their forecasting on the concept. This research also identified the factor that 
major impact on employee engagement. There were seven independent variables tested in 
this study and one of variables is compensation. The finding in this study is compensation as 
a predictor of employee engagement which it will influence the employee engagement. 
However, compensation is not the major factor that will impact the employee engagement in 
this study.
Based on the previous study, the compensation had significant relationship with 
employee engagement but only showed the moderate level of relationship. However, it was 
not the major factor impact the employee engagement at other countries. The relationship 
between compensation and employee engagement had identified in Malaysia due to the 
limited research.
2.3.2 Supervisor support and employee engagement
From the previous past research, it had showed that there were revealed mixed finding 
on the relationship between supervisor support and employee engagement. Based on Saks's 
(2006) study, the finding shown that supervisor support had no significant influence on job 
engagement and organization engagement. In this study, there are 102 employees from 
various occupations in Canada participate. Besides that, the study by Jenaro, Flores, Begona, 
Cruz, and Cruz (2010) had found that supervisor support did not have significant influence on 
employee engagement. There were 417 nurses involved in this study at public hospital 
located in Spain. However, Choo and Nasurdin (2016) had found that the supervisor support 
had influenced work engagement in Malaysia in an upscale hotel. The finding has indicated 
that this positive relationship was stronger for male compared to female. In the study, data 
was collected from a large sample which is 438 respondents from customer-contact
20
employees. The finding of the research by Jin and McDonald (2016), the work engagement 
will increase when the employee perceived that their supervisor supports them and the 
perceived of organization support is a key channel.
Based on the past findings, the supervisor support had revealed mixed finding with 
employee engagement at foreign country while the study conducted in Malaysia in an upscale 
hotel had showed that supervisor support had influence to work engagement. This study had 
investigate in the relationship between supervisor support and employee engagement in 
manufacturing industries in Kuching, Sarawak.
2.3.3 Recognition and employee engagement
Recognition acts as an antecedent of employee engagement. Ghosh, Rai, Chauhan, 
Baranwal and Srivastava (2016) had found that the recognition had significantly correlated 
with both employee engagement and normative commitment. This study included 176 private 
bank employees in India. The study had indicated that reward and recognition were strong 
predictors to the employee engagement. The study had stated that a private sector had 
flexibility to design their recognition program and recognition can be a tool to encourage the 
employee engaged in their work.
Besides, Rai, Ghosh, Chauhan and Singh (2018) had conducted a research that 
investigated the possibility that rewards and recognition may as a tool in improving both in- 
role and extra-role performances with mediating role of employee engagement in this 
relationship. This study was conducted across 35 retail stores at North India with a total of 
247 sales associated. The findings in this study was employee engagement was fully mediate 
the impact of reward and recognition on in-role and extra-role performance. In addition, this 
study also indicated that recognition as an antecedent of employee engagement and suggested 
that reward and recognition had positive influence on engagement.
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Mesepy (2016) had conducted a research to test the impact of reward and recognition 
on employee engagement and it was conducted in Indonesia. This study had tested the reward 
and recognition together and also tested the reward and recognition one by one. Therefore, 
the result of this study had showed that there was a significant influence between recognition 
and employee engagement. In addition, there was a significant relationship with employee 
engagement regardless the reward and recognition were tested together or one-by one.
Based on the findings, recognition had significant relationship with employee 
engagement at others country. However, there are limited research indicated the recognition 
has relationship with employee engagement in Malaysia.
2.3.4 Career growth and employee engagement
According to Mutunga (2009), the finding show that the career growth has 
significance influencing on engagement which the faster the growth, the greater the 
engagement in their work and organization. This argument may support when the employees 
advance in their career, the pay and benefits of employee will change to reflect their new 
responsibilities. Mutunga (2009) had stated there is change is favour by employee and it can 
improve the level of job satisfaction.
The past research from Bai and Liu (2018) has discussed on the relationship between 
career growth and work engagement and including organization identification as intermediary 
role. It also discusses the person-organization value fit as moderation effect in this research. 
The finding of the research is the career growth had a significant positive effect on employee 
engagement. This research had involved 207 enterprise employees in South China.
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2.4 Summary
This chapter discuss about the issues, theory and past similar findings that related with 
extrinsic and intrinsic job satisfaction on employee engagement. The related literature can 
support this study and provide overview to practitioner which can enhance better 





This chapter will provide overview about methodology used in this study to conduct 
this research such as the ways to collect data and analysis with the data after collect. 
Methodology is important to ensure the data collected is valid and reliable. There are ten 
sections which is introduction, research design, location, population and sample, research 
instrument, pilot study, validity and reliability, data collection procedure, data analysis 
procedure, ethics of the study and summary.
3.1 Research Design
The research design was very important to the researcher on providing basic plan on 
testing hypothesis from the respondents. In a study, research design was used the appropriate 
design, method and instrument to fit the research.
In this study, quantitative method was used to enable the study to examine the 
relationship between two variables which were extrinsic and intrinsic job satisfaction and 
employee engagement. The quantitative method was testing, proving and verifying 
hypothesis through developing systematic and sophisticated procedure which was most 
suitable to this study compare with qualitative (Ahmad, Usop, Ismail, Bujang & Abu Mansor, 
2014). This is because this study was looking for the relationship between two variables but 
not describing the relationship. Besides that, this study was as a cross-sectional survey which 
the study was conducted in a single time or only collects the data one time only in a group.
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Besides that, this study was a correlational study which it was a study of relationship 
between independent variable and dependent variables (Ahmad, Usop, Ismail, Bujang & Abu 
Mansor, 2014). In this study, there were four independent variables which were 
compensation, supervisor support, recognition and career growth and one dependent variable 
which were employee engagement. The relationship was tested by statistical analysis and 
show two important findings. The first finding was the relationship whether is positive or 
negative. The second finding was the strength of correlation between variables.
3.2 Location, Population & Sample
Population was defined as the total numbers of the population in the particular group 
including all the people shares the same characteristic that individual wish to understand. 
Sample size is a subset of population use to find the research objective, hypothesis or purpose 
of study (Ahmad, Usop, Ismail, Bujang & Abu Mansor, 2014). This study was conducted in 
Kuching, Sarawak. There were 4 manufacturing industries chosen at Kuching area that had 
population size in on approximately 70 employees. These 70 employees were from 
administrative group of 4 manufacturing industries. This study had only chosen the 
administrative group and excluded the employees who worked at production and as a driver, 
due to their invalidity for the survey.
A representative sample was chosen from that population. In this study, convenience 
sampling was chosen. The samples were selected due to accessible to the researcher. 
Respondent was asked for volunteer to participate in this study. The advantage to use 
convenience sampling was considered as easier, least time consuming and cheapest (Ahmad, 
Usop, Ismail, Bujang & Abu Mansor, 2014).
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The sample size for this study was referred to the table developed by Krejcie and 
Morgan (1970). According to table 3.1, the minimum sample size is 59 for the population of 
approximately 70 employees.
Table 3.1
Krejcie and Morgan Table Krejcie and Morgan Table Determined Sample Size Without 
Calculation
N S N S N S
10 10 220 140 1200 291
15 14 230 144 1300 297
20 19 240 148 1400 302
25 24 250 152 1500 306
30 28 260 155 1600 310
35 32 270 159 1700 313
40 36 280 162 1800 317
45 40 290 165 1900 320
50 44 300 169 2000 322
55 48 320 175 2200 327
60 52 340 181 2400 331
65 56 360 186 2600 335
70 59 380 191 2800 338
75 63 400 196 3000 341
80 66 420 201 3500 346
85 70 440 205 4000 351
90 73 460 210 4500 354
95 76 480 214 5000 357
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N S N S N S
100 80 500 217 6000 361
110 86 550 226 7000 364
120 92 600 234 8000 367
130 97 650 242 9000 368
140 103 700 248 10000 370
150 108 750 254 15000 375
160 113 800 260 20000 377
170 118 850 265 30000 379
180 123 900 269 40000 380
190 127 950 274 50000 381
200 132 1000 278 75000 382
210 136 1100 285 1000000 384
Note: N is population size, S is sample size.
3.3 Research Instrument
Questionnaire survey was one of the most popular techniques that suitable for 
researcher to collect data in large sample size. Questionnaire survey was predetermined 
question designed to collect data from respondents (Ahmad, Usop, Ismail, Bujang & Abu 
Mansor, 2014. There were six sections in the questionnaire:
Section A was demographic background of respondents which consisted by six 
characteristics background included gender, age, marital status, race, highest education 
achievement of respondents and the number of years working in present organization.
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For the section B, it was compensation which consisted by seven questions adapted
from two difference sources: Custom insight (2018) and Adeoye and Field (2014).
Section C was supervisor support which consisted by eight questions to test the 
relationship with employee engagement and adapted from The Supervisor Relationship 
Questionnaire (SQR) by Palomo (2010).
Section D was recognition and it was consisted by seven questions adapted from the
Schouten (2006).
Section E was tested career growth which consisted by eight questions adapted from
Weng, McElory, Marrow and Liu 2012.
Section F was the last part in the questionnaires which was tested employee 
engagement. This section had consisted by nine questions adapted from Utrecht Work 
Engagement Scale (UWES) by Schaufeli and Bakker (2004).
Besides, the five points likert scale was used to measure all the statement. The range 
was from strongly disagree to strongly agree. Besides, this questionnaire consisted two 
languages which were English language and Malay language. Table 3.2 had showed the 
detailed of questionnaire survey and table 3.3 was the detailed of five points likert scale.
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Table 3.2
Description of Questionnaire Survey
Section Variable Item Source/Content
A Demographic 6 Gender, marital status, age, race, highest 
Characteristic education achievement and number of years 
working in present organization.
B Compensation 7 Custom insight (Employee Engagement Survey, 
2018) 
(Adeoye & Field, 2014)
C Supervisor Support 8 The Supervisor Relationship Questionnaire 
(SRQ) (Palomo, 2010)
D Recognition 7 (Schouten, 2006)
E Career Growth 8 Career Growth (Weng, McElory, Marrow & Liu 
2012)
F Employee Engagement 9 UWES (Schaufeli & Bakker, 2004)
Total Item 43
Table 3.3
Five Points Likert Scale.
1 2 3 4 5
Strongly Disagree Neutral Agree Strongly Agree 
Disagree Tidak Bersetuju Neutral Bersetuju Sangat 




A pilot study in a research investigates whereby it was a pre-testing of research 
instrument on several purpose. First, the pilot study was needed to ensure the expectation 
information of researches can obtained from the questionnaires was met (Ahmad, Usop, 
Ismail, Bujang & Abu Mansor, 2014). Second, the pilot study helped to avoid test or scale 
was wrongly discarded and as avoided not generating trustworthy result (Tavakol & Dennick, 
2011). Third, the pilot study was used to determine the validity and reliability of the items in 
the questionnaire. Pilot study was also found out the weakness in the procedure of 
questionnaire design such as whether the questionnaire is understood by the respondents 
(Ahmad, Usop, Ismail, Bujang & Abu Mansor, 2014). So, these pilot tests need to be done 
before the questionnaire given to respondents to improve the questionnaire. In this study, 30 
respondents were involved in this pilot test. Table 3.4 was the Cronbach alpha value of pilot 
test.
Table 3.4
Cronbach Alpha Value of Pilot Test
Section/Variable Cronbach Alpha Value
Section B (compensation) 0.816
Section C (supervisor support) 0.944
Section D (recognition) 0.870
Section E (career growth) 0.890
Section F (employee engagement) 0.883
Overall 0.957
30
The result of pilot test had shown that the Cronbach alpha value for each variable was
more that 0.7. This indicated that the instrument was reliable.
3.5 Validity & Reliability
Validity test refers to whether or not the test measures what researchers was 
attempting to measure. There were several types of test to estimate the validity which were 
face validity, construct validity, criterion related validity and content validity (Ahmad, Usop, 
Ismail, Bujang & Abu Mansor, 2014). The validity test used in this study was face validity. 
Face validity was how the measured or procedure appears such as the method that researcher 
used to gain information that attempting to obtain was reasonable or no.
Reliability was referring to how consistent the measuring instrument (Ahmad, Usop, 
Ismail, Bujang & Abu Mansor, 2014). The consistent of measuring tool will influence the 
result of study. Thus, the Cronbach's Alpha had used to measure the internal consistency of 
item in the questionnaire to ensure it is reliable. The table 3.5 has shown the scales of 
Cronbach's Alpha.
Table 3.5
The Scales of Cronbach's Alpha














3.6 Data collection procedure
In this study, the data was collected by used of questionnaire survey. A suitable 
manufacturing organization had been chosen at Kuching, Sarawak and using phone call for 
approval from the organization. Then, a formal letter had applied from the faculty and send to 
the organization. The letter was included the topic and purpose of study to give some 
information or image for organization. The questionnaires had distributed to the organization 
after the organization accept the letter and reply. There are 2 to 3 weeks had given to allow 
the respondents answered and completed the questionnaires. The questionnaire was only 
involved administrative group in the organization. After that, the questionnaire was collected 
and start to analyse by using SPSS with appropriate test. Figure 3.1 had showed the data 
collection procedure in this study.
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Figure 3. 1: Data Collection Procedure
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(Source: Rush Ahmad, Hasbee Usop, Azman Ismail, Sopian Bujang & Nur Naha AbuMansor. 
(2014). Conducting Research in Social Sciences and Management Studies. Batu Kawa, 
Kuching: RS Publishing House. )
3.7 Data analysis procedure
After collecting the data from respondents, data analysis was conducted to get the 
result on examining the relationship between two variables or relevant data with this study. 
The data had analysed by Statistical Package for Social Science (SPSS) in two types statistic 
which is descriptive statistic and inferential statistic.
3.7.1 Descriptive Statistic
In this study, descriptive statistic was used to describe basic feature such as 
demographic characteristic of respondents. In this section, demographic characteristic had 
been summarised about the sample. Besides, the descriptive was used to simplify large 
amount of data in this study to provide powerful summary to enable comparison across units 
(Ahmad, Usop, Ismail, Bujang & Abu Mansor, 2014).
3.7.2 Inferential statistic
Inferential statistic was used to draw the conclusion or judgment of the probability in 
this study based on the data and finding that had been obtained. It helped to investigate the 
hypothesis and described what are going on in the data. In this study, inferential statistics 
was used to determine the relationship between two variables and which factors was 
dominant (Ahmad, Usop, Ismail, Bujang & Abu Mansor, 2014). The test used in this study 
to conduct the inferential statistic is Pearson Correlation analysis and Multiple Regression.
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3.7.3 Pearson Correlation Analysis
Pearson Correlation is a technique used to measure the relationship or association 
between two variables. In this test, the "r" value (value of coefficient) shows the strength of 
relationship between two variables. The table 3.6 below shows the value of coefficient and 
the strength of the association.
Table 3.6











0.0-0.19 Very weak positive relationship
Note: Value of Coefficient, Y. Reprinted from Handbook of Research Design and Social
Measurement (5th ed), by D. C. Miller, 1991, Newbury Park, calif: Sage Publications.
From the table 3.6, the range of value of coefficient was between 0.0 to 1.0. The 0.8 
to 1.0 indicated the relationship between two variables was very strong positive relationship 
while 0.0 to 0.19 indicated a very weak positive relationship between two variables.
3.7.4 Multiple Regression
In this study, Multiple Regression test was used to explore the dominant factor 
between selected independents variables and dependents variable. The coefficient of beta's 
value (ß) was important to look for dominant factor which was the highest value of ß will
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become the dominant factor that most influencing the dependents variable. Table 3.7 had
showed the summary of data analysis. 
Table 3.7 
Summary of Data Analysis
Research Hypotheses Statistical Test
Hal: There is significant relationship between compensation and Pearson Correlation
employee engagement.
Ha2: There is significance relationship between supervisor support Pearson Correlation
and employee engagement.
Ha3: There is significant relationship between recognition and Pearson Correlation
employee engagement.
Ha3: There is significant relationship between recognition and Pearson Correlation
employee engagement.
Has: There are dominant factors that influencing employee Multiple Regression
engagement.
3.8 Ethics of the study
The ethics in this study was researcher need to apply for the letter from the faculty 
before went to the organization. It also lets the organization know the information of research 
such as what the research wanted to do. Besides that, the data collections was not naming all 
respondents to ensure the information kept confidential and it only to be used for this purpose 
of the study. In addition, there were no force was implemented which the respondent were
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volunteer to participate on answered the questionnaire had been distributed after the
organization approval.
3.9 Summary
This chapter provides overall methodology use to complete the study which also play 
important role to ensure the study is on the correct orientation and finally can find the answer 
of research question. This chapter also ensures the research can complete the research 






There are five sections in this chapter. The first section is indicated the result of data 
screening. After that, the six characteristics of respondents will be described. The third 
section discuss the result of hypothesis testing and shows the summary of hypotheses testing 
before the last section which is conclusion.
4.1 Data Screening Test Result
4.1.1 Reliability Test
The reliability test which is Cronbach alpha test had been done after the data collected 
back from 4 manufacturing companies with 68 respondents. Table 4.1 shows the Cronbach 
alpha for the actual data. In the variable career growth, item E4 was deleted to increase the 
value of Cronbach alpha to ensure the reliability of the variable.
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Table 4.1
Cronbach Alpha for the Actual Data
Cronbach alpha test
Variables







Career Growth 0.369 0.852 (Item E4 had been 
deleted)
Employee Engagement 0.916 0.916
Overall 0.897
4.1.2 Normality Test
The normality test had measured by skewness and kurtosis. The range of skewness 
was between -2 to 2 while the range of kurtosis was -1 to 1. The result showed that the 
instrument was normal. Table 4.2 showed the normality for actual data.
38
Table 4.2
Normality for Actual Data
Normality test
Variables Skewness Value (±2) Standard Error Kurtosis Value Standard Error 
W)
Compensation 0.504 0.291 0.460 0.574
Supervisor 0.290 0.291 0.036 0.574 
Support
Recognition -0.318 0.291 0.474 0.574
Career Growth -0.144 0.291 0.712 0.574
Employee 0.706 0.291 0.542 0.574 
Engagement
4.2 Characteristic of Respondents
There were 68 respondents had participant in this research from 4 manufacturing 
companies. There were 10 respondents from 1 food manufacturing company and 58 
respondents from 3 material building manufacturing company in Kuching, Sarawak. In this 
research, the population was only choosing the administrative staff in all company. There 
were 70 questionnaires had been distributed and all questionnaires had collected back. 
However, there were only 68 questionnaires had been used and 2 questionnaires was 
considered as damaged questionnaires. Table 4.3 illustrates the frequencies and percentage of
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respondents' gender, marital status, age, race, highest education achievement and number of
years working in present organization. 
Table 4.3 
Descriptive Statistic of Respondents' Demographic Background
Frequencies Percent (%) Total Respondents
Gender Male 18 26.5 
Female 50 73.5
Marital Status Single 28 41.2 




18-22 years 8 11.8 
23-27 years 22 32.4 
28-32 years 23 33.8 
33-37 years 7 10.3 
38-42 years 5 7.4 
43-47 years 2 2.9 
48-52 years 1 1.5 
53 years and above 0 0
Chinese 36 52.9 
Than 11 16.2 
Malay 10 14.7 
Others 11 16.2
Highest Education PMR/PT3 1 1.5 
Achievement SPM 37 54.4 
Diploma 20 29.4 
Bachelor's Degree 10 14.7
Number of Years <1 year 15 22.1 
Working in Present 1-3 years 19 27.9 
Organization 4-6 years 13 19.1 
7-9 years 10 14.7 
10 years and above 11 16.2
68
Table 4.3 had showed the frequencies and percentage of 68 respondents' demographic 
background which were gender, age, race, marital status, highest education achievement and 
number of years working in present organization.
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Based on the table 4.3, there were 50 (73.5%) female administrative staff and 18 
(26.5%) male administrative staff in these 4 manufacturing companies. There were 28 (41.2%) 
respondents were single and 39 (57.4%) respondents married. However, there is 1 (1.5%) 
respondent had choosing the group of others. Besides, the administrative staff in these 4 
manufacturing companies major in the category of 28 to 32 age (33.8%) and the range 
between 22 to 27 age (32.4%) is the second higher category. For the range of the age between 
18 to 21, there are 8 (11.8%) respondents respectively. The following are 7 (10.3%) 
respondents in the category of 33 to 37, 5 (7.2%) respondents in the category of 38 to 42, 2 
(2.9%) respondents in the category in 43 to 47 and the least category is 48 to 52 which only 1 
(1.5%) respondents. Furthermore, the largest number among respondents which is 36 (52.9%) 
respondents are Chinese respondents while Malay respondents is the smallest number among 
respondents which only 10 (14.7%) out of 68 respondents. Both than respondents and group 
of others had the same number, there are 11 (16.2%) respondents each group in this research.
For the education level in the manufacturing company, half of the respondents which 
is 37 (54.4%) respondents is in SPM level, 20 (29.4%) respondents in diploma level, 10 
(14.7%) respondents in bachelor's degree level and 1 (1.5%) respondents in SPM level. The 
last characteristic of respondents in this research is the number of working in present 
organization by every employee. The respondents major working in the present organization 
in the range between 1 to 3 years, there is 19 (27.9%) respondents and followed by less than 1 
year which had 15 (22.1%) respondents. The third higher category is 4 to 6 years 
is 13 
respondents and followed by employee working more than 10 years 
is 11. The least category 
is 7 to 9 years which is 10 respondents.
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4.3 Hypothesis Testing
In this study, there are two extrinsic job satisfaction factors which is compensation 
and supervisor support and two intrinsic job satisfaction factors that is recognition and career 
growth as independents variables. The employee engagement as a dependent variable in this 
study. In addition, the statistical analysis used to analyze the relationship between extrinsic 
and intrinsic job satisfaction and employee engagement is Pearson correlation analysis and 
multiple regression had been used to measure the dominant factor of four job satisfaction 
factors that influence employee engagement.
4.3.1 Pearson Correlation Analysis 
Hai: There is significant relationship between compensation and employee engagement. 
Table 4.4 
Correlation between Compensation and Employee Engagement.
Variable Mean Standard Deviation Employee Engagement
r p
Compensation 3.433 0.517 0.368** 0.002
Note: Correlation is significant at the ** p<0.01 level (2-tailed)
Based on the Table 4.4, the data had shown that there was a positive significant 
relationship between compensation and employee engagement which r=0.368, p=0.002, 
p<0.01. The strength of the relationship between these two variables was weak because the r 
value is in the category of 0.2 to 0.39 which this category is refer to weak relationship 
between two variables. This result indicated that compensation only provide weak motivation 
and weak influence on the level of employee engagement of an employee. So, the increasing
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of compensation of an employee only can provided weak motivation to employee
engagement. Therefore, the alternative hypothesis (Hal) is accepted.
Hat: There is significant relationship between supervisor support and employee
engagement. 
Table 4.5 
Correlation between Supervisor Support and Employee Engagement
Variable Mean Standard Deviation Employee Engagement
r p
Supervisor Support 3.664 0.588 0.433** 0.000
Note: Correlation is significant at the ** p<0.01 level (2-tailed)
Based on the table 4.5, the data shows there was a positive significant relationship 
between supervisor support and employee engagement which r=0.433, p= 0.000, p<0.01. The 
data also demonstrate that the strength of relationship between supervisor support and 
employee engagement is moderate which the r value is in the category of 0.4 to 0.59. It 
indicated that the greater the supervisor support to employee, the higher the level of 
employee engagement. So, a supervisor should know how to provide supporting in the job of 
employees. Therefore, alternative hypothesis (Ha2) is accepted.
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Has: There is significant relationship between recognition and employee engagement. 
Table 4.6 
Correlation between Recognition and Employee Engagement
Variable Mean Standard Deviation Employee Engagement
r p
Recognition 3.609 0.538 0.455** 0.000
Note: Correlation is significant at the ** p<0.01 level (2-tailed)
Based on the table 4.6, the data showed that there was a positive significant 
relationship between recognition and employee engagement since r=0.455, p=0.000, p<0.01. 
The strength of the relationship is moderate relationship which the r value is in the category 
0.4 to 0.59 based on the table 3.6 in chapter three. It demonstrates the higher the recognition 
received from manager, the level of employee engagement also will increase. Besides, the 
higher recognition received from manager and peer can provide motivation for employee 
doing their job excellent. Therefore, the alternative hypothesis (Ha3) is accepted.
Ha4: There is significant relationship between career development and employee
engagement. 
Table 4.7 
Correlation between Career Growth and Employee Engagement 
Variable Mean Standard Deviation Employee Engagement
r p
Career Growth 3.319 0.565 0.478** 0.000
Note: Correlation is significant at the ** p<0.01 level (2-tailed)
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Table 4.7 had showed that there was a positive significant relationship between career 
growth and employee engagement since r=0.478, p=0.000, p<0.01. However, the strength of 
the relationship between career growth and employee engagement is moderate which the r 
value in the category of 0.4 to 0.59. This data indicated that the career growth in aspect of 
salary, promotion and improvement of knowledge, skill and ability will increase the level of 
employee engagement. So, the higher the career growth, the higher the level of employee 
engagement. The result "moderate relationship" between two variables may because of small 
sample or only chosen administrative group in manufacturing company in this study. Based 
on the data, the alternative hypothesis (Ha4) is accepted.
4.3.2 Multiple Regression Analysis 
H25: There is a dominant factor of job satisfaction that influence employee engagement. 
Table 4.8 
Model Summary of Multiple Regression for the Dominant Factor of Job Satisfaction that 
Influence Employee Engagement
Model Summary
Model R R Square Adjusted R Square Std. Error of the Estimate
1 0.543 0.295 0.250 0.499
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Table 4.9
ANOVA of Multiple Regression for the Dominant Factor of Job Satisfaction that Influence
Employee Engagement
ANOVA
Model Sum of df Mean F 
Squares Square
Sig
I Regression 6.564 4 1.641 6.586 0.000
Residual 15.698 63 0.249
Total 22.262 67
Table 4.10





Model B Std. Error Beta t Sig. 
1 (Constant) 1.156 0.485 2.381 0.200 
Compensation 0.131 0.152 0.117 0.860 0.393 
Supervisor 0.099 0.155 0.101 0.641 0.524 
Support 
Recognition 0.160 0.172 0.150 0.931 0.355 
Career Growth 0.299 0.138 0.293 2.166 0.034
Table 4.8, 4.9 and 4.10 showed the result of multiple regression. According to 
the table 4.8, the R2 had indicated that the employee engagement had only explained 29.5% 
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by career growth due to the career growth is the only one independents variable had p-value 
smaller than significance level (R2=0.295, p=0.034, p<0.05). After correcting R2, adjusted R2 
show that there is 29.5% of employee engagement had explained by career growth (adjusted 
R2=0.250). Besides, the table 4.10 shows the dominant factor that influence employee 
engagement was career growth and it was the only one independents variable that was 
statistically significant contribution to predict employee engagement (p=0.035, p<0.05, 
ß=0.293).
4.4 Summary of Finding 
Table 4.11 




Hal: E61: There is significant relationship between Pearson p=0.002, p<0.01 
compensation and employee engagement. Correlation (Accepted) 
r=0.368
Ha2: H, 2: There is significant relationship between Pearson p=0.000, p<0.01 
supervisor support and employee engagement. Correlation (Accepted) 
r=0.433
Ha3: H, 2: There is significant relationship between Pearson p=0.000, p<0.01 
recognition and employee engagement. Correlation (Accepted) 
r=0.455 
Ha4: H, 2: There is significant relationship between Pearson p=0.000, p<0.01 
career growth and employee engagement. Correlation (Accepted) 
r=0.478 
Ha5: Has: There is a dominant factor of job satisfaction Multiple Career growth is a 
that influence employee engagement. Regression dominant factor. 




All the data was analyzed by SPSS version 16.0. The Pearson correlation analysis had 
used to analyzed Hal to Ha4 and Ha5had analyzed by multiple regression. The result had 
showed that all alternative hypotheses had accepted. There was only compensation showed 
the weak positive relationship and other variables had showed moderate positive relationship 
with employee engagement. Lastly, the career growth was the dominant factors in this study.
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CHAPTER FIVE 
SUMMARY, DISCUSSION, RECOMMENDATION AND CONCLUSION 
5.0 Introduction 
There are five sections in this chapter. The first section is summary of the study and 
followed by the discussion of relationship between independent variables and dependent 
variable, dominant factor and social exchange theory as the second section. The third section 
is limitation of study. The fourth section is recommendation and implication for organization 
and human resource practitioner. The conclusion is the last section in this chapter.
5.1 Summary of Study
The aim of conducting this study is to identify the relationship between extrinsic and 
intrinsic job satisfaction factors and employee engagement. In this study, there are four 
independent variables which were compensation and supervisor support as the extrinsic job 
satisfaction factors while recognition and career growth as the intrinsic job satisfaction 
factors. For the dependent variable, employee engagement had been chosen to measure in this 
study. This study was also identified the dominant factor that influence employee 
engagement. Besides, there are limited studies of relationship between job satisfaction factors 
and employee engagement.
The literature review of relevant journal had been discussed in this study which it 
included explanation of compensation, supervisor support, recognition, career growth and 
employee engagement. Besides, the relationship between independent variables and 
dependents variable also described and refer from past findings research in difference context. 
In addition, theory that had been used to describe the relationship between independents 
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variables and dependents variable was social exchanged theory. Social exchange theory 
explained that both parties accepted some rules of exchange to develop trustworthy, mutual 
relationship and some expectation (Cropanzano & Mitchell, 2005).
This study was conducted at 4 private manufacturing companies focused on the 
administrative group of manufacturing company. The population of administrative group in 
four manufacturing companies were 70 employees and all manufacturing company that had 
chosen in this study was in Kuching at Sarawak. This study was a correlational study that 
identified the relationship between four independents variables with one dependent variable. 
In addition, this study also as a cross-sectional study had conducted by convenient sampling 
method in selecting respondents. The instrument in this study was questionnaire survey. In 
this study, there are 70 set of questionnaires had been distributed and 70 set had collected 
back. However, there were only 68 set of questionnaires had usable and the minimum sample 
in this study was 59 respondents. There are six section in the questionnaire that is 
demographic background, compensation, supervisor support, recognition, career growth and 
employee engagement. A pilot test was conducted on 30 respondents from a private 
manufacturing company at Kuching, Sarawak. The reliability test for pilot test showed that 
the alpha value for each variable was more than 0.70, which indicated that the instrument was 
reliable.
For findings, based on Pearson Correlation, the alternative hypothesis (Hal, Ha2, Ha3 
and Ha4) were accepted. However, alternative hypotheses (Hal) was only showed that there 
was a significant weak positive relationship engagement between compensation and 
employee engagement while other three alternative hypothesis (Ha2, Ha3 and Ha4) had 
showed that there was a significant moderate positive relationship between supervisor 
support, recognition, recognition and employee engagement. Furthermore, the dominant
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factor had analyzed by multiple regression analysis test and career growth is the one
dominant factor while three others were not significant.
5.2 Discussion
5.2.1 Relationship between compensation and employee engagement
The result had showed that compensation had significant weak positive relationship 
between compensation and employee engagement. Therefore, alternative hypothesis (Hal) 
was accepted. This result indicated the compensation had relationship with employee 
engagement but it only provides small contribute to employee engagement. The weak 
relationship between compensation and employee engagement may be due to employee not 
just consider the compensation but also consider other working condition when engage in 
their job such as organization support and others. Besides, compensation may only provide 
short time of motivation and it may influence the employee only short maintenance on higher 
level of engagement. This mean that the level of employee engagement may not increase a lot 
even though the organization provide higher compensation.
This result had support by past finding of Thavakumar and Evangeline's (2016) study 
which it showed that compensation had relationship with employee engagement. However, it 
had some difference which in the study of Thavakuumar and Evangeline (2016), the 
compensation had moderate level of relationship with employee engagement while in this 
study, there were only weak positive relationship with employee engagement. This may due 
to the difference context which the study of Thavakumar and Evangeline (2016) was 
conducted in Batticaloa District while this study was conducted in Kuching, Sarawak.
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The research of Anitha (2014) had indicated the compensation had influence on 
employee engagement but no the major factor that will impact the employee engagement. 
Thus, this study had stated that compensation is not the major factor that will influence the 
employee engagement. This had explained the result that compensation low influence on 
employee engagement.
5.2.2 Relationship between supervisor support and employee engagement
Based on the result from table 4.4, there is a significant moderate positive relationship 
between supervisor support and employee engagement. Therefore, alternative hypothesis 
(Ha2) was accepted. The result had showed that supervisor support had moderate relationship 
with employee engagement in manufacturing company which mean that a good supervisor 
support is important to an organization ensuring their employee engage in their job. When a 
supervisor provides good supporting to employees' effort, the employee will be willing to 
support their supervisor and in return, the organization. Then the higher level of employee 
engagement will occur due to the employees feel motivate and satisfy to their feel the 
supervisor is supportive to their efforts. Thus, the greater support from supervisor, the higher 
the level of employee engagement. There was only moderate relationship may influence by 
organization structure which there are lack of supervisor in the manufacturing company, then 
two or three difference department may lead by one supervisor only, then the supervisor may 
not provide effective supporting to the employees.
This study has support by past finding from Choo and Nasurdin (2016) which it also 
showed that the supervisor support had positive relationship with employee engagement. 
Furthermore, the context of past finding by Choo and Nasurdin was in Malaysia hotel which 
had the same context with this research. Thus, it proves again that the level of employee 
engagement in Malaysia may influence by supervisor support.
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5.2.3 Relationship between recognition and employee engagement
According to the result, there was a significant moderate positive relationship between 
recognition and employee engagement. Therefore, alternative hypothesis (Ha3) had accepted. 
This result had showed that the recognition from supervisor and coworker can influence the 
level of employee engagement. The recognition can generate motivation of an employee 
which they feel their job had recognize by others and the job he or she had did was valued 
and at the same time, they feel that they are valuable to organization and contribute 
something in organization. The moderate relationship in manufacturing at Kuching may due 
to the supervisor or manager does not really recognize the accomplishment of employees may 
make the employee feel disappointed and think the job is no contribution and pointless.
Based on the past research by Ghosh, Rai, Chauhan, Baranwal and Srivastava (2016), 
recognition had significant correlated with employee engagement. The result of Mesepy 
(2016) also indicated the same result with the study of Ghosh, Rai, Chauhan Baranwal and 
Srivastava (2016). Therefore, the findings has support by both of past research. Besides, the 
Chosh and his friends has stated that private sector had higher opportunity to design a 
flexibility recognition program and it became a tool to encourage employee more engaged in 
their work.
5.2.4 Relationship between career growth and employee engagement
Based on the finding, there was a significant moderate positive relationship between 
career growth and employee engagement. Therefore, alternative hypothesis (Ha4) had 
accepted. This result had showed that the level of employee engagement will become higher 
when the employee had opportunity to growth in their career such as promotion, increment of 
salary, achieved the goal and improvement knowledge, skill and ability in their career life. 
This can attract the employees to stay in an organization and provide motivation to achieve
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the expectation such as hardworking to get the opportunity of promotion. However, there are 
only moderate relationship between career growth and employee engagement. This may due 
to the organization culture which manufacturing company may limited in career growth such 
as limited opportunity of promotion and improvement of knowledge, skill and ability due to 
lower challenge on job responsibilities. The finding of this study had support by past findings 
by Mutunga (2009) and Bai and Liu (2016). It showed that career growth had a significant 
positive effect on employee engagement. So, the faster the growth of an employee, the 
greater the engagement.
5.2.5 Dominant factor that influence employee engagement
According to the result of multiple regression analysis test, career growth was the 
only one dominant factor in this study which the p=0.034 (p<0.05), 0=0.293. This result 
showed that employee is more concern on their opportunity of career growth and career 
growth had larger contribution compare with recognition, compensation and supervisor 
support in this study. If a manufacturing company can provide greater opportunity of career 
growth, employee will feel satisfied and motivated, then more engage in their work to 
respond the organization. Lastly, employee engagement had explained 29.5% by career 
growth.
5.2.6 Social exchange theory (SET) and the studied variables
In this study, the theory used to describe and explain the relationship between job 
satisfaction factors and employee engagement is social exchange theory (SET) by George 
Homans. Social exchange theory had explained responsibilities can be creates by interaction 
between parties who are in the states of collectives and reciprocal interdependence. Therefore, 
the relationship between employer and employees in society was look like two interaction 
parties that in states of collective and reciprocal interdependence to create responsibilities.
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The basic principle was both parties accepted some rule of exchange to develop trustworthy, 
mutual relationship and some expectation. For this study, compensation, supervisor support, 
recognition and career growth were used by organization to exchange the trustworthy and 
higher engagement through the satisfaction of employee when meet their need. In addition, it 
also means that organization had provide compensation, supervisor support, recognition and 
career growth as resource to meet the need of employee and expected the employee repay to 
the organization when they had received enough economic and socio-economic resource 
from organization and employee expect the organization to meet their need. So, the rule of 
exchange in this theory had involve mutual relationship which the action of one party will 
influence the action of second party. For example, the level of employee engagement will not 
higher if the organization does not meet the need of employee such as lower compensation, 
the work has ignored by others, does not had support from supervisor and no opportunity in 
career growth. Then, employee will feel satisfied for their job and provide low level of 
engagement in the job and leave the organization. Thus, employee engagement was a two- 
way relationship between two parties.
As a conclusion, employee who had received the resource will feel satisfied in their 
work and willing to spend their time and efforts to respond and repay the organization. The 
way that employee will use to respond and repay the organization is engage in their work and 
enhance the performance after received the resource. It can conclude that, job satisfaction just 
like a minimum entry fee to employee fully engage in their work.
5.3 Limitation of the Study
Every researcher has faced the limitation when doing a research. This study was 
conducted in manufacturing company, therefore, there is limited generalization. Findings and 
result may be only applied in similar organizations in similar context for example
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manufacturing industries. In addition, the data also cannot generalize in other countries unless 
similar context and organization. Besides, the research was focused on four variables namely 
compensation, supervisor support, recognition and career growth, whereby other variables 
that might influence employee engagement are not being examined.
5.4 Implication and Recommendation
5.4.1 Implication and Recommendation for Organization and HR Practitioner
The result of this study can provide organization better understanding on how the job 
satisfaction factors: compensation, supervisor support, recognition and career growth 
influence employee engagement. From the findings, it showed that the four job satisfaction 
factors had significant positive relationship (from low to moderate) with employee 
engagement. It indicated that higher the job satisfaction of employees relates to higher level 
of employee engagement. Thus, the organization can act to enhance the level of job 
satisfaction of employee and lead to higher employee engagement. For example, HR may 
want to consider providing employees with different types of recognition to improve their 
level of engagement.
In addition, this study provides awareness to organization and HR practitioner which 
the employee engagement is a sustainable process and become a key toward successful of an 
organization. Therefore, organization and HR practitioner should emphasize the important of 
employee engagement and create or renew some policies to improve the employee 
engagement. An organization and HR practitioner should know that job satisfaction factors 
can influence the level of employee engagement in the organization. In this study, career 
growth was the largest contributor to employee engagement which HR Practitioner can
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consider designing a good career growth's plan to their employee. In addition, HR 
Practitioner should act to improve the level of employee engagement such as organization 
and HR may conduct two or more policies to ensure that enough attractive and motivate for 
employee to engage in their job. For example, HR practitioner can provide training to 
supervisor on how to support their employee which can help to motivate employees and 
provide opportunity of career growth for employee to give some expectation or goal for 
employee engage in their work to achieve the expectation or goal.
5.4.2 Recommendation for Future Research
This study focuses on a private manufacturing companies in which only involve 68 
administrative employees as the respondents. There are small sample size and only focus a 
small subgroup in a company in this study. Thus, the future research might be measure in 
different type of organization or focus on all group of organization. It also can focus on 
company in different sector such as public institution with suitable job satisfaction factors. 
Besides, the future research can consider involving large sample size to get more accurate 
and reliable finding.
In addition, this study is using quantitative method to measure the relationship 
between job satisfaction factors and employee engagement. There are four job satisfaction 
factors measured in this study. However, the findings showed a weak to moderate positive 
relationship for all job satisfaction factors with employee engagement. Therefore, future 
research can consider designing or using qualitative method or mixed method to get the 
substantial information to seek for the factors that had strong contribution to employee 
engagement. Future research also can consider measuring others factor such as organizational 
support, working condition, job security and coworker relationship. This is because employee 
engagement was only explained 29.5% by dominant factor that is career growth.
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5.5 Conclusion
The study aims were to identify the relationship between job satisfaction factors and 
employee engagement. The job satisfaction factors: compensation, supervisor support, 
recognition and career as the independent variable while the dependent variable was 
employee engagement. The variables had chosen was because there is limited research of 
relationship between job satisfaction factors and employee engagement. Besides, social 
exchange theory had been used to explain the relationship between two variables. This was 
used the quantitative method by questionnaire survey to collect data and 68 administrative 
group employee from 4 manufacturing companies had participant in this study. After data had 
collected, it had analyzed by Pearson correlation analysis and multiple regression analysis. 
The result showed that all alternative hypotheses (Hal, Ha2, Ha3, Ha4 and Ha5) had 
accepted. The relationship between compensation and employee engagement was significant 
weak positive relationship while recognition, supervisor support and career growth were 
significant moderate positive relationship with employee engagement. The result may 
influence by organization structure and culture of manufacturing companies.
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Appendix A
U N I\f EF SI U1 MALAYSIA SARAWAK
Faculty of Cognitive Sciences and Human Development
The relationship of Extrinsic and Intrinsic Job Satisfaction on Employee Engagement
Huhrmgan antara Kcpuasan Kerja Ekstrinsik dan Intrinsik terhadap Penglihatan Pekerya
Dear Sir/ Miss/ Madam,
My name is Lee Sook Ing, a third-year student from Universiti Malaysia Sarawak (UNIMAS) 
major in Human Resource Development. I am conducting a survey to examine the 
relationship of extrinsic and intrinsic job satisfaction on employee engagement. This study 
has 6 sections which consist of 45 questions. Please answer all questions honestly. The 
information collected will be kept confidential and only used for research purposes only. 
Thank you for your cooperation to complete this questionnaire.
Titan / Cik / Puan,
Sava Lee Sook Ing merupakan seorang pelajar tahun tiga darf Universiti Malaysia Sarawak 
<UNIMAS> yang mengambil Program Pembangunan Sumber Manusia. Saya manjalankan 
kajian untuk mengkaji hubungan antara kepuasan kerja ekstrinsik dan intrinsik terhadap 
penglibatan pekerja. Kajian ini mempunyai 6 bahagian yang terdiri daripada 45 soalan. Sila 
jawab semua soalan dengan jujur. Maklumat yang dikumpulkan akan disimpan secara rahsia 
dan hanya digunakan untuk tujuan penyelidikan sahaja. Terima kasih atas kerjasama anda 
melengkapkan soal selidik ini.
Lee Sook Ing 
Email: leesooking 1 107Lgmai l. com 
HP No: 0168942781 
Faculty of Cognitive Sciences and Human Development 
Universiti Malaysia Sarawak (UNIMAS), 94300 Kota Samarahan, 
Sarawak.
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SECTION A: DEMOGRAPHIC DATA (BAHAGIANA: DATA DEMOGRAFI)
Instruction: Please tick (') your answer in the given box. 
Arahan: Sila tandakan (') jawapan anda dalam kotak yang disediakan.
1. Gender / Jantina : Male / Lelaki Female / Perempuan
2. Marital Status / Status perkahwinan : Single / Bujang 
Married / Berkahwin 
Others / Lain-lain
3. Age / Umur : 18-22 years / tahun 
28-32 years / tahun 
3 8-42 years / tahun 
48-52 years / tahun
4. Race / Bangsa : Chinese / Cina 
Malay / Melayu
23-27 years / tahun 
33-37 years / tahun 
43-47 years / tahun 








Bachelor's Degree / 
Ijazah Sarjana Muda
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6. Number of years working in present organization / Bilangan tahun bekerja dalam
organisasi sekarang : 
< 1 year / tahun 1-3 years / tahun 
4-6 years / tahun 
F1 7-9 years / tahun
> 10 years / tahun
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SECTION B: COMPENSATION (BAHAGIAN B: PAMPASAN)
Instruction: Please tick (') your answer in the given box. 
Arahan: Sila tandakan () jawapan anda dalam kotak yang disediakan.
1 2 3 4 5 
Strongly Disagree Neutral Agree Strongly Agree 
Disagree Tidak Setuju Neutral Setuju Sangat Setuju 
Sangat Tidak 
Setuju
Items 1 2 3 4 5 
1 I am paid fairly for the work I do. 
Saya dibayar dengan adil untuk kerja yang saya 
lakukan. 
2 My salary is competitive with similar jobs I might 
find elsewhere. 
Jumlah gaji saya selari denganjumlah gaji di 
tempat lain bagi pekerjaan yang sama. 
3 My benefits are comparable to those offered by 
other organizations. 
Faedah yang saya perolehi sama seperti yang 
ditawarkan oleh organisasi yang lain. 
4 I understand my benefit plan. 
Saya memahami pelan faedah yang saya perolehi. 
5 I am satisfied with my benefit package. 
Saya berpuas hati dengan pakejfaedah yang saya 
perolehi. 
6 My salary commensurates to the work I do. 
Gaji saya selari dengan kerja yang saya lakukan. 
7 My company pays salary that is sufficient to 
motivate employees. 
Syarikat saya membayar gaji yang mencukupi 
untuk memberikan motivasi kepada pekerja.
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SECTION C: SUPERVISOR SUPPORT (BAHAGIANC: SOKONGANPENYELIA)
Instruction: Please tick () your answer in the given box. 
Arahan: Sila tandakan () jawapan anda dalam kotak yang disediakan.
1 2 3 4 5 
Strongly Disagree Neutral Agree Strongly Agree 
Disagree Tidak Setuju Neutral Setuju Sangat Setuju 
Sangat Tidak 
Setuju
Items 1 2 3 4 5 
1 My supervisor was enthusiastic about supervising me. 
Penyelia saya bersemangat untuk menyelia saya. 
2 My supervisor was approachable. 
Penyelia saya senang untuk didekati. 
3 My supervisor was available to me. 
Penyelia saya selalu ada untuk saya. 
4 My supervisor appeared interested in my development as a 
professional. 
Penyelia saya berminat terhadap perkembangan saya 
sebagai seorang profesional. 
5 My supervisor was able to balance negative feedback on 
my performance with praise. 
Penyelia saya dapat mengimbangi maklum balas negatif 
mengenai prestasi soya dengan pujian. 
6 My supervisor thought about my training needs. 
Penyelia saya berfikir tentang keperluan latihan saya. 
7 My supervisor gave me regular feedback on my 
performance. 
Penyelia saya selalu memberikan maklum balas mengenai 
prestasi saya. 
8 My supervisor paid attention to my level of competence. 
Penyelia saya memberi perhatian kepada tahap kecekapan 
saga.
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SECTION D: RECOGNITION (BAHAGIAND. PENGIKTIRAFAN)
Instruction: Please tick (our answer in the given box. 
Arahan: Sila tandakan (, /) jawapan anda dalam kotak yang disediakan.
1 2 3 4 5 
Strongly Disagree Neutral Agree Strongly Agree 
Disagree Tidak Setuju Neutral Setuju Sangat Setuju 
Sangat Tidak 
Setuju
Items 1 2 3 4 5 
1 My manager communicates with me on 
a regular basis. 
Pengurus saya selalu berkomunikasi dengan saya 
2 My manager take an active role in my career plans. 
Pengurus saya mengambilperanan aktif dalam 
rancangan kerjaya saya. 
3 1 feel valued on my team. 
Saya rasa berharga didalam kumpulan saya. 
4 My manager takes time to recognize my work. 
Pengurus saya mengambil masa untuk mengenali 
hasil kerja saya. 
5 My manager is aware of my accomplishments. 
Pengurus saya sedar akan pencapaian saya. 
6 My manager gives credit to the appropriate 
team member when projects are successful. 
Pengurus saya selalu memberikan kredit kepada 
ahli kumpulan yang berkaitan apabila projek 
berhasil atau 69erjaya. 
7 I take an active role in my team success. 
Saya mengambil peranan yang penting dalam 
kejayaan kumpulan saya.
69
SECTION E: CAREER GROWTH (BAHAGIAN E: PERKEMBANGAN KERIAYA)
Instruction: Please tick (your answer in the given box. 
Arahan: Sila tandakan () jawapan anda dalam kotak yang disediakan.
1 2 3 4 5 
Strongly Disagree Neutral Agree Strongly Agree 
Disagree Tidak Setuju Neutral Setuju Sangat Setuju 
Sangat Tidak 
Setuju
Items 1 2 3 4 5 
1 My present job is relevant to my career goals. 
Tugas saya sekarang relevan dengan matlamat 
kerjaya saya. 
2 My present job provides me with good 
opportunities to realize my career goals. 
Pekerjaan saya sekarang memberikan saya 
peluang yang balk untuk mencapai matlamat 
kerjaya saya. 
3 My present job enables me to continuously 
improve my professional capabilities. 
Pekerjaan saya sekarang membolehkan saya untuk 
terns meningkatkan keupayaan profesional saya. 
4 My present job encourages me to continuously gain 
new and job-related skills. 
Pekerjaan saya sekarang menggalakkan saya untuk 
terns memperolehi kemahiran yang Baru dan 
berkaitan dengan pekerjaan saya. 
5 The probability of being promoted in my present 
organization is high. 
Kebarangkalian untuk dinaikkan pangkat dalam 
organisasi saya sekarang adalah tinggi. 
6 Compared with previous organizations and 
attainable jobs, my position in the present one is 
ideal. 
Berbanding dengan organisasi terdahulu dan 
pekerjaan yang boleh dicapai oleh saya, jawatan 
saya sekarang adalah dikira sebagai ideal. 
7 My salary is growing quickly in my present 
organization. 
Kadar kenaikkan gaji saya di dalam organisasi
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sekarang tinggi
In this organization, the possibility of my current 
salary being increased is very large. 
Dalam organisasi ini, kebarangkalian kadar 
kenaikan gaji saya adalah sangat besar.
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SECTION F: EMPLYEE ENGAGEMENT (BAHAGIAN F: PENGLIBATANPEKERJA)
Instruction: Please tick ( your answer in the given box. 
Arahan: Sila tandakan (-) jawapan anda di dalam kotak yang disediakan.
1 2 3 4 5 
Strongly Disagree Neutral Agree Strongly Agree 
Disagree Tidak Setuju Neutral Setuju Sangat Setuju 
Sangat Tidak 
Setuju 
Items 1 2 3 4 5 
1 At my work, I feel bursting with energy. 
Saya selalu bersemangat di tempat kerja. 
2 At my job, I feel strong and vigorous. 
Di tempat kerja, saya berasa kuat dan bertenaga. 
3 When I get up in the morning, I feel like going to 
work. 
Apabila saya bangun pada waktu pagi, saya rasa 
ingin pergi bekerja. 
4 1 am enthusiastic about my job. 
Saya bersemangat dengan tugas saya. 
5 My job inspires me. 
Pekerjaan saya memberikan inspirasi kepada saya. 
6 I am proud on the work that I do. 
Saya berasa bangga atas kesemua kerja yang saya 
lakukan. 
7 I feel happy when I am working intensely. 
Saya berasa gembira apabila saya bekerja dengan 
gigih. 
8 I am immersed in my work. 
Saya mendalami pekerjaan saya. 
9 I get carried away when I'm working. 
Saya begitu khusyuk apabila saya bekerja.
THANK YOU FOR YOUR PARTICIPATION
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Alpha if Item 
Deleted 
B 1 20.4265 9.472 .702 .811 
B2 20.8235 10.565 .484 .843 
B3 20.8235 10.416 .457 .848 
B4 20.3824 10.449 .509 .840 
B5 20.6029 9.527 .657 .818 
B6 20.6324 8.863 .757 .801 
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Alpha if Item 
Deleted 
C 1 25.6324 17.251 .754 .917 
C2 25.5588 16.967 .756 .917 
C3 25.6324 16.893 .743 .918 
C4 25.6471 17.306 .712 .920 
C5 25.8235 16.864 .747 .918 
C6 25.6912 17.470 .723 .919 
C7 25.6176 17.255 .758 .917 
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Alpha if Item 
Deleted 
DI 21.4265 9.771 .771 .824 
D2 21.6618 10.347 .693 .836 
D3 21.7647 9.974 .660 .842 
D4 21.7353 10.824 .571 .853 
D5 21.6324 10.654 .649 .843 
D6 21.6765 11.356 .601 .850 
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Alpha if Item 
Deleted 
El 19.7059 12.241 .565 .838 
E2 19.7353 12.257 .583 .836 
E3 19.6176 12.240 .553 .840 
E5 20.1176 10.852 .660 .825 
E6 19.8676 12.266 .572 .837 
E7 20.0882 11.365 .652 .825 




Deviation N of Items 









Scale Mean if 
Item Deleted 
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Alpha if Item 
Deleted 
El 19.7059 12.241 .565 .838 
E2 19.7353 12.257 .583 .836 
E3 19.6176 12.240 .553 .840 
E5 20.1176 10.852 .660 .825 
E6 19.8676 12.266 .572 .837 
E7 20.0882 11.365 .652 .825 




Deviation N of Items 
23.2353 15.615 3.95164 7
77
Appendix C







Supervisor_Support 3.6636 .58799 68 
Recognition 3.6092 .53771 68 
Career Growth 3.3193 .56452 68 
Employee Engageme 
_ 3.5376 .57643 68 nt
Correlations
Supervis 
Compensati or_Supp Recognitio Career_Grow Employee_Engagem 
on ort n th ent 
Compensati Pearson 




000 .000 .002 .002 tailed) . 
N 68 68 68 68 68 
Supervisor Pearson 
_ Support Correlatio 
. 577** 1 .681** . 
556** . 433** 
n 
Sig. (2- 
000 .000 .000 .000 tailed) . 
N 68 68 68 68 68 
Recognition Pearson 
Correlatio 
. 576** . 
681** 1 .580** . 
455** 
n 
Sig. (2- 000 .000 .000 .000 tailed) . 
N 68 68 68 68 68 
CareerGro Pearson 
wth Correlatio . 363** . 556** . 
580** 1 .478 
n 
Sig. (2- 
. 002 .000 .000 .000 tailed) 
N 68 68 68 68 68
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Pearson Employee 
_ Engagement Correlatio 
. 





002 .000 .000 .000 tailed) 
N 68 68 68 68 68









Model Variables Entered ed Method 
I Career Growth, Compensation, 
Supervisor_Support, Recognitions Enter
a. All requested variables entered. 
b. Dependent Variable: Employee_Engagement
Model Summary
Model R R Square 
Adjusted R 
Square 
Std. Error of 
the Estimate 
1 .543a . 295 .250 .49917




Model Squares df Mean Square F Sig. 
I Regression 6.564 4 1.641 6.586 .000a 
Residual 15.698 63 .249 
Total 22.262 67
a. Predictors: (Constant), Career_Growth, Compensation, Supervisor_Support, 
Recognition 






Model B Std. Error Beta t Sig. 
1 (Constant) 1.156 .485 
2.381 .020 
Compensation . 131 .152 .117 .860 .393 
Supervisor_Suppor 
. 099 .155 .101 .641 .524 t 
Recognition . 160 .172 .150 .931 .355 
Career Growth . 299 .138 .293 
2.166 .034
a. Dependent Variable: Employee_Engagement
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Tuan%Puan, 
Permohonan Menjalankan Kajian/Soal Selidik Ragi Projck Tahun Akhir 
Dengan segala hormaup a perkara di atas dirujuk,
Dengan ini disahkan bahawa pelajar Lee Sook Ing (56384) adalah pelajar Program Pembangunan 
Sumber Manusia. Fakulti Sains Kognitif dan Pembangunan Manusia. Universiti Malaysia Sarawak 
(IJNIMAS). Beliau sedang mcnjalankan kajian untuk menyiapkan Projek Tabun Akhir bagi memenuhi 
syarat bergraduat program tersehut.
Maklumat lanjut tentang pclajar dan kajian adalah seperti berikut: 
Tajuk Kajian/Tesis "The Influence of Extrinsic and Intrinsic Job Satisfaction on Emplo tee 
Engagement" 
Pensyarah : Dr Victoria Jonathan 
No. Telefon Pensyarah 082-582676 
Emel jvictoria(a)unimas. my 
No. Telefoo Pelajar : 016-8942781
Sehubungan itu, sukacila kiranya pihak tuan/puan dapat memberikan kerjasama kepada pelajar 
berkenaan untuk mendapatkan maklumat yang diperlukan. Segala maklumat yang diperolehi akan 
hanya digunakan untuk tujuan akademik semata-mata dan dijamin akan kerahsiaannya.
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untuk tujuan akademik semata-mata dan dijamin akan kerahsiaannya.
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